Is it possible to find peace in a busy life? With the pressures and demands of work, family, community, church, and other responsibilities, how common are people who feel they can manage it all? Fairly common, says Bianchi (2000) , reviewing results of nationally representative data in which 86% of those surveyed reported feeling at least some success in balancing work and family life. Although an explicit definition of balance is difficult to find in scholarly literature (Frone, 2003) , it is generally associated with equilibrium or maintaining an overall sense of harmony in life. The study of work-family balance ensures that paid work is included when examining people's ability to simultaneously manage the multi-faceted demands of living (e.g., Hill, Hawkins, Ferris, & Weitzman, 2001; Marks, Huston, Johnson, & MacDermid, 2001; Marks & MacDermid, 1996; Tausig & Fenwick, 2001) . Thus, as a generally recognized concept, asking respondents to assess their level of interdomain balance is a valid measure of their perceptions of overall life peace. But if Bianchi's (2000) report is truly representative and the majority of people feel they have balance in their work-family lives, why is it continually studied?
The reason lies in the phenomenon of what fails to predict balance. High amounts of work-family conflict, or any sense of difficulty in meeting the competing demands of work, family, and personal life, generally do not solely predict imbalance (Farmer & Ferraro, 1997; Simon, 1997; Thoits, 1992) , as might be expected. This is particularly true if people are resilient to stresses or if they effectively use coping mechanisms to moderate the effects of conflict and stress (Anderson & Leslie, 1991; Beutell & Greenhaus, 1983; Kirchmeyer, 1993; Paden & Buehler, 1995) . The difference, researchers say, between those who experience conflict and report balance and those who experience conflict and report imbalance is one's sense of work-family fit (Barnett, 1998; Voydanoff, 2002) .
Work-family fit is a relatively new concept in work-family literature. Fit describes the relationship between the demands placed on people and their efforts to meet those demands (Pittman, 1994) . If individuals can easily meet their work, personal, and family goals, given existing demands, then they have good "fit." If they do so with difficulty, they do not have good fit (Barnett, 1998) . Good fit potentially leads to positive work-family outcomes, including job satisfaction, marital satisfaction, and satisfaction with work-family balance.
Work-family fit has been a principle component of two comprehensive models recently introduced in the work-family literature. In both Barnett's (1998) and Voydanoff's (2002) models, fit is treated as a separate construct from other outcome variables. However, the concept of fit is still in its theoretical stages, as there are relatively few studies testing the chain of work-family demands, interactions, fit, and outcomes (Voydanoff, 2002) . There are also some definitional issues, as some researchers use a balance vocabulary to describe fit, thus confusing its distinctness (Pittman, 1994) . However, fit is expected to moderate and/or mediate the relationship between the work/social system and tested outcomes (Voydanoff, 2002) . In other words, given existing conditions in the workplace, homes, and other social settings, can individuals and families realize their goals? Can they overcome a poor fit of life variables and emerge with positive life outcomes? And does a good fit necessarily mean more positive outcomes?
This study seeks to explore work-family fit, work-family balance, and their place in work and family research by examining a population of business school graduates using a slightly modified version of Barnett's (1998) theoretical model of the work-family interface (see Figure 1 ). We refer interested readers to Barnett's (1998) original work for a more detailed explanation of each aspect of the model. It is used here as a framework for discussion and presentation of the critical variables studied in work-family research.
As the model in Figure 1 depicts, proximal and distal conditions affect fit directly and may affect each other. Proximal and distal conditions, as well as fit, may affect outcomes directly. Outcomes may, in turn, affect proximal and distal conditions. The dashed lines represent the potential for proximal and distal conditions to mediate the relationship between fit and outcomes such as balance. Here, we explore some of the main themes in the work-family literature, many of them inconclusive when comparing various studies as to which variables clearly impact outcomes and which ones may be affected by variables not considered. As the review of literature shows, the body of work-family literature leaves many questions that the concept of fit may answer.
Distal Conditions
Distal conditions represent all aspects of the work domain, including everything from global economics to specific workplace policies and practices. The number of hours spent in paid work activities is often considered to be a key distal variable in predicting work-family balance (Frone, 2003) . However, some studies report that time at work by itself does not explain the significant variance in a number of work/ family outcomes (Burge, Stewart, & Culver, 1991; Carlson, Kacmar, & Stepina, 1995; Greenhaus, Bedeian, & Mossholder, 1987; Pittman, 1994) . It is always dependent on other variables to make its impact, suggesting the presence of a mediating variable such as fit.
Other distal conditions found to be associated with increased work-family balance include job satisfaction, job tenure, and whether the individual worker has managerial status (Hughes & Galinsky, 1994) . Some researchers (Adams, King, & King, 1996; Greenhaus et al., 1987) claim that high job involvement (such as is more common among managers in an organization) is beneficial to job satisfaction or at least has no negative effect on employees. However, high involvement when it is not valued, or when individuals perceive they are being unfairly treated, increases psychological distress about the paid worker's role (Perry-Jenkins, Seery, & Crouter, 1992; Voydanoff & Donnelly, 1999) . Factors that have been shown to increase job satisfaction and decrease work-family conflict are flexibility in the time and place worked (Hill et al., 2001; Tausig & Fenwick, 2001 ), supervisor and workplace supportiveness and flexibility (Warren & Johnson, 1995) , fewer years at an organization (Hughes & Galinsky, 1994) , and active use of available familysupportive benefits (Warren & Johnson, 1995) . Although managers and professionals report the highest levels of negative spillover between work and family, they do not have higher prevalence of work and family stresses reported in their daily lives (Grzywacz, Almeida, & McDonald, 2002) . Flexibility and having some amount of control in one's work environment are the key concepts these variables reflect. How they interact to affect outcomes has yet to be comprehensively studied. Examining such distal variables in Barnett's (1998) model will hopefully yield clear relationships within the model. ability, and education (Barnett, 1998) . Essentially, these are the non-paid-work aspects of life, and we examine a few to show their potential impact on work-family fit and balance.
Individual characteristics (demographic factors such as age, gender, number of children, and family income) are fundamental in explaining proximal outcomes. Some studies report that balance correlates with age, which, in turn, correlates with life stage. Because of this, the effects of age may be intertwined with those of the life course and thus the discrete influence of age may not be clear. One group of workfamily researchers looking at age found no significant differences in the "actual dimensions of stress . . . between groups of individuals" (Grzywacz et al., 2002, p. 35) , which suggests its relative unimportance. Others, though, have explained that the series of life responsibilities associated with age may be responsible for findings. For example, having children may be associated with reduced balance, but once the children have left home and parents have learned through life experience those skills that aid in balance, their overall balance ought to increase (Grzywacz et al., 2002; Tausig & Fenwick, 2001 ; see also Hughes & Galinsky, 1994) . Then again, the argument that "each generation of worker is confronted with circumstances that can contribute to a poor fit between work and family" (Greenhaus & Callanan, 1994 , as cited in Grzywacz et al., 2002, p. 34) may counter this. So perhaps the negative effects of work-life do not abate until after midlife-past the time when imbalance can be explained by the presence of young children-and may not even then, as new issues such as caring for aging parents surface. Whatever the actual logistics of age and its relationship with life stages, it remains a potentially key variable in the work-family discussion.
Gender is another demographic characteristic with reported influence on workfamily outcomes. Gender differences discussed in early work-family literature generally state that women experience significantly more employment and familyrelated stressors than do men (Anderson & Leslie, 1991 ; see also Duxbury, Higgins, & Lee, 1994; Hughes & Galinsky, 1994; Tausig & Fenwick, 2001 ). However, more recent literature has not found significant differences between the amount of the work-to-family conflict men and women experience (Frone, 2003; Hill, Hawkins, Märtinson, & Ferris, 2003) . This leaves the question unanswered of how gender relates to work-family.
Parenthood is reportedly the most stressful role for individuals and can thus negatively impact balance and well-being (Barnett & Baruch, 1985; Tausig & Fenwick, 2001 ). However, other findings indicate that parenthood can be helpful for those seeking work-family balance. Marks et al. (2001) found that when parental attachment is high, both men and women report a higher sense of role balance. Additional studies show that feelings of success in parenting are associated with a decrease in a sense of overload in multiple role demands (Erdwin, Buffardi, Casper, & O'Brien, 2001) , that nurturing children may help decrease work-family tension (MacDermid & Williams, 1997 ; see also Hayghe & Bianchi, 1994) , and that shared parenting responsibilities in dual-income families may help to increase feelings of parental competence, closeness to children, and even marital satisfaction (Ehrenberg, Gearing-Small, Hunter, & Small, 2001 ). Curiously, Hill et al. (2003) found that having greater responsibility for child care predicted greater work-family fit for fathers but less work-family fit for mothers. These results suggest that active, nurturing parenting practices are associated with rewards for men facing work and family challenges.
Little research exists on the impact of income on work-family balance or fit. The assumption might be that sufficient income would mitigate work-family problems, but Grzywacz et al. (2002) found no support for the hypothesis that less earnings equals more negative work-family spillover.
Both having and being a supportive spouse also contributes greatly to workfamily outcomes. Although, in general, few predictors are the same for both men and women, researchers find that marital satisfaction has a positive association with role balance for both partners in a marriage (Marks et al., 2001) . As married couples support each other socially, contribute to one another's careers, and equitably divide household tasks, they are better able to manage work-family conflict, experience less distress, and experience increased marital satisfaction and marital adjustment (Barnett, 1994; Burley, 1995; Stevens, Kiger, & Riley, 2001 ). This is important because marital role quality can mediate the relationship between job quality and distress (Barnett, 1994) . Erdwin et al. (2001) found that of all their studied variables, only spousal and supervisor support significantly mediated conflicts arising between work and family life, suggesting the marital role as a highly salient predictor of fit.
Another proximal condition with potential ability to predict fit is the distribution of household chores and couples' satisfaction with that distribution. Because it is such a highly emotional subject and affects everyday life, the distribution of housework has great implications for how successful people feel in balancing work and family. Comparing the 2002-2003 data from The National Study of the Changing Workforce (NSCW) to that from 1977, researchers learned that men were spending about an hour more per workday doing housework than they had been 25 years earlier (Bond, Thompson, Galinsky, & Prottas, 2003) . And although women had reduced their workday time for housework by more than half an hour, they still spent more time on housework than men by just under an hour per workday (see also Ciscel, Sharp, & Heath, 2000) . Even with this increase in how much housework men perform, however, 50% of wives surveyed wanted their husbands to spend even more time doing household chores (Bond, Galinsky, & Swanberg, 1998) . Perceived unfairness and/or dissatisfaction with the division of household chores has been shown to negatively impact a series of work-family outcomes, including marital satisfaction, psychological distress, and success in balancing work and family life (Erdwin et al., 2001; Hochschild, 1989; Stevens et al., 2001; Voydanoff & Donnelly, 1999) . This establishes division of housework as a key variable in studying work-family fit and balance.
Family involvement, another often-cited concept in the work-family literature, can be difficult to define, as various boundaries of "family" may allow for a heterogeneous array of acceptable constructs. Here, family involvement encompasses parenting and being a spouse but goes beyond that to consider the time and energy required for true family participation. For example, leisure time with family members is significantly associated with increased feelings of role balance for men (Marks et al., 2001) . Rather than just being a father or husband, participation in family activities is related to positive outcomes. Correlated benefits of family involvement include higher levels of emotional and social support from family members, which, in turn, correlates with increased overall life satisfaction (Adams et al., 1996 ; see also Tausig & Fenwick, 2001) . Like other proximal factors, family variables can moderate the effects of a negative work experience, and those without access to familial support may be more vulnerable to negative outcomes (Barnett, 1994) .
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Interactions
All of the proximal and distal factors have a direct influence on fit, as do their interactions, represented by the arrow between the two boxes (see Figure 1 ). Also signifying interactions are the feedback arrows in the model leading from fit to both proximal and distal factors. These represent the active approaches everyone involved in the work-family interface may take to modify fit. When federal lawmakers, employers, and individuals observe undesirable work-family outcomes, they may file class-action lawsuits, form unions, pass legislation, work more efficiently, job share, or pursue any number of other possible modifications to distal conditions to improve fit and thus improve the desired outcomes (Barnett, 1998) . Those in the social system may modify proximal conditions by altering time allotment between work and family, changing aspirations or self-image, improving communication skills, or even changing marital status to improve work-family fit and achieve desired outcomes.
Individuals and workplaces may also directly respond to fit. Workplaces may be motivated to help improve fit-or its results-because of a shortage in the labor supply, the desire to retain employees, the need to recruit employees, or to prevent lawsuits (Barnett, 1998) . Individuals may naturally overcome poor fit due to a high tolerance for conflict, or they may regularly use effective coping mechanisms, such as reframing or seeking spiritual support to effectively deal with a lack of fit (Anderson & Leslie, 1991; Beutell & Greenhaus, 1983; Kirchmeyer, 1993; Paden & Buehler, 1995) . A good fit between proximal and distal conditions is thus not only possible through the direct influence of these conditions and their interactions but can also be improved by those seeking to help families attain better fit.
Although Barnett's (1998) model is not exhaustive, it does give work and family research from a variety of disciplines "a context in which results can accumulate" (p. 172). Another of its benefits is that the model fulfills other researchers' expectations that, in a comprehensive model of the work-family interface, "the intersect of structural and psychological characteristics of work and family would predict work-family conflict, influence stress, and eventually predict the quality of family life" (Weigel, Weigel, Berger, Cook, & DelCampo, 1995, p. 22) .
With this abundance of research as a foundation, the research questions for this study are as follows: (576 of 1,451). The margin of error was +/-4% for both men and women. This is a slightly higher response rate than the typical 30% for mailed questionnaires sent to national samples (Christensen, 1997) and considerably higher than the 23% response rate in a similar seminal study conducted by Friedman and Greenhaus (2000) of Wharton and Drexel business school alumni. Studying business school alumni is advantageous in that most graduates go on to become managers within a wide range of businesses and organizations. Thus, alumni represent more closely the diverse workforce of business professionals, whereas sampling employees at just one or two institutions would not (Friedman & Greenhaus, 2000) . We selected BYU's business school because we were alumni of this institution and were granted access to the names and addresses of fellow alumni.
The sample used in these analyses included all alumni who reported being currently employed full-time or part-time and who reported being currently married (N = 387). We selected employed alumni because we are studying the intersection of paid work and family life. We selected those that are married because two of the key proximal conditions we are studying are marital satisfaction and household division of labor.
Of the 387 alumni in the sample, 65% (n = 247) were male, 85% (n = 329) worked full-time, 82% (n = 346) were between the ages of 25 and 50, 61% (n = 227) held managerial positions, 93% (n = 338) had children, the average annual family income was about $100,000, and 73% (n = 282) reported feelings of success in balancing work and family life. However, 49% (n = 187) reported difficulty, whereas 51% (n = 191) reported ease in managing the demands of their family/personal lives. This yielded a disparity that warrants further exploration of how fit is different than balance. We felt that this was the crux of our study-that if nearly three quarters of the alumni in this population reported feelings of balance, then what is it that makes approximately half of them report ease and half report difficulty or conflict in attaining it?
Juxtaposing the proposed variables on Barnett's (1998) theoretical model yields a selection of proximal and distal conditions that feed into work-family fit and balance. The model to be tested is depicted in Figure 2 .
ANALYSES
The two dependent research variables in this study were work-family balance and work-family fit. Work-family balance was measured by the question, "All in all, how successful do you feel in balancing your work and personal/family life?" It was answered on a 7-point, Likert-type scale, with responses ranging from 1 (extremely unsuccessful) to 7 (extremely successful). Work-family fit was measured by a single item, "How easy or difficult is it for you to manage the demands of your work and your family/personal life?" answered on a 4-point, Likert-type scale, with answers ranging from 1 (very difficult) to 4 (very easy). The two dependent variables had a Pearson's correlation value of .372, with a two-tailed significance value of p < .001. This was a low enough correlation to justify both the idea that these variables may be different and our rationale for exploring the difference. No consensus exists in the research literature on a set of multiple items that constitute a reliable measurement of balance and fit. We thus used a single-item measurement that was reflective of the respondents' overall perceptions of balance and fit, which has also been done in other work-family studies (Hill et al., 2003) . The independent variables measuring distal conditions included work hours, job satisfaction, job tenure, and manager status. Specifically, respondents reported average number of weekly work hours (work hours); level of satisfaction with the job on a 4-point, Likert-type scale (job satisfaction); number of years working for current employer (job tenure); and whether they had direct responsibility for the supervision of others (manager: 1 = no, 2 = yes).
The independent variables measuring proximal conditions included age, gender, number of children, family income, marital satisfaction, household division of labor satisfaction, and family activities frequency. Specifically, respondents reported their age (in years within ranges), their gender (1 = female, 2 = male), the number of children (living at home), and their own and their spouse's income (summed to create family income). Marital satisfaction was measured by a scale (α = .90) of 10 items asking about satisfaction with various aspects of the marriage relationship also measured on a Likert-type scale from 1 (very dissatisfied) to 5 (very satisfied). Household division of labor satisfaction was measured by the question, "In your relationship with your spouse/partner, how dissatisfied or satisfied are you with the way work is divided (e.g., child care, household chores, earning 128 FAMILY AND CONSUMER SCIENCES RESEARCH JOURNAL * Removed from model because they were not a significant predictor of either work-family fit or work-family balance. money, yard work, auto maintenance)?" with answers ranging from 1 (very dissatisfied) to 5 (very satisfied). Family activities frequency was obtained by summing the frequency with which the alumnus was involved in activities with the entire family (e.g., eating dinner, watching television, attending church, etc.). To determine their significance and impact in predicting work-family fit and/or work-family balance, the independent variables were placed in a multivariate multiple linear regression analysis, with fit and balance as dependent variables. This procedure is similar to ordinary least squares regression in that a "best-fit model" is obtained for each dependent variable using only those variables with unique predictive ability. In addition, the multivariate method accounts for correlation between the multiple dependent variables in producing best-fit models for each dependent variable. We also ran ordinary least square regressions on fit and balance independently to confirm which conditions were significant predictors and as a precursor to testing for mediating and moderating effects. Then we used Baron and Kenney (1986) criteria to determine whether any of the proximal and distal conditions mediated the relationship between fit and balance. Finally, we examined interactive effects to see which, if any, of the proximal and distal conditions might moderate the relationship between fit and balance.
RESULTS
Our results are organized by the four research questions. The level of correlation between balance and fit (r = .37, p < .001) is moderate and may indicate that they are separate constructs. To further test the distinction, we ran analyses to determine whether balance and fit have distinct predictors. The final model includes only the variables contributing with a significance level of p < .05 (see Figure 2) . The insignificant variables were removed in the following order, with the least significant removed first: number of children, manager status, job tenure, and gender. Table 1 shows the remaining significant variables that were found to be the overall best-fit multivariate multiple regression model predicting work-family fit and balance. Table 2 shows the parameters of the independent variables for each dependent variable's model using ordinary least square regressions. It also adds fit to the model of balance to determine whether fit adds to the explanatory power of the proximal and distal conditions. Both tables show that the model for work-family balance has an adjusted R All of the variables, except for family activities frequency, significantly predicted work-family fit. Family activities frequency significantly predicted work-family balance; however, work hours, age, family income, and household division of labor satisfaction did not. Only job satisfaction and marital satisfaction predicted both fit and balance.
R3: What Predictors Mediate the Relationship Between Work-Family Fit and Balance?
We tested whether distal and proximal conditions mediated the relationship between work-family fit and work-family balance using the four criteria specified by Baron and Kenney (1986) . First, we tested whether variations in levels of workfamily fit significantly accounted for variations in each of the presumed mediators (distal and proximal conditions). Running these regressions, we found work-family fit to be a significant predictor of the following potential mediators: work hours (β = -.146, p < .01), job satisfaction (β = .231, p < .001), job tenure (β = .142, p < .01), age (β = .139, p < .01), marital satisfaction (β = .316, p < .001), household division of labor satisfaction (β = .261, p < .001), and family activities frequency (β = .149, p < .01). Second, we tested whether the independent variable significantly accounted for variations in the dependent variable and found that work-family fit significantly predicted work-family balance (β = .372, p < .001). Third, we tested for which 130 FAMILY AND CONSUMER SCIENCES RESEARCH JOURNAL potential mediator variables significantly affected the dependent variable and found that work hours (β = -.163, p < .01), job satisfaction (β = .297, p < .001), marital satisfaction (β = .318, p < .001), and household division of labor satisfaction (β = .249, p < .001) significantly predicted work-family balance. Fourth, we tested whether any of the potential variables qualifying in the first three steps (work hours, job satisfaction, marital satisfaction, and household division of labor satisfaction) mediated the relationship between work-family fit and work-family balance. We found no case in which the significant relationship between work-family fit and workfamily balance became insignificant, hence none of the variables created full mediation. However, for each variable the relationship between fit and balance was reduced, evidence of partial mediation. The strongest example was after controlling for marital satisfaction; the strength of the relationship between fit and balance was reduced from β = .347, p < .001 to β = .235, p < .001.
R4: What Predictors Moderate the Relationship Between Work-Family Fit and Balance?
We tested for whether any of the distal and proximal conditions moderated the relationship between work-family fit and balance by testing for interactions. We found three significant interactions: Marital Satisfaction × Work-Family Fit (p < .05; see One compelling finding of this study is that work-family fit and balance appear to be two separate constructs. The multivariate multiple linear regression analysis shows that the significant predictors of fit are the time spent in paid employment (work hours), job satisfaction, age, total family income, marital satisfaction, and household division of labor. The significant predictors of work-family balance are also job satisfaction and marital satisfaction, along with frequency of family activities. These results may best be reviewed as they fit into Barnett's (1998) 
Predictors of Work-Family Fit
The commonality of the variables that contribute uniquely to work-family fitwork hours, age, family income, and household division of labor-appears to encompass the structural, and not the psychological, aspects of the work-family interface (see Weigel et al., 1995) . This agrees with the connotations of the definition of fit: that fit reflects the demands of work and family or how actual work-family conditions interact to affect the individual rather than how he or she feels about them. This may be the fundamental difference between fit and balance.
The structural demands of daily living are the temporal, ephemeral, and economic issues that make the difference between role strain and role enhancement in people's lives. They impact an individual's resources by adding to the burden or enhancing the reward. The degree to which an individual manages the number of hours he or she works, the division of household labor, and how he or she uses age, income, and other structural variables to enhance or hinder outcomes determines the quality of fit experienced in their lives. Structural requirements or demands may create a sense of urgency or immediacy for an individual, which can cause conflict. This partially explains why some respondents report balance in their lives while also experiencing high levels of conflict and low levels of fit.
Work hours.
The results indicate that an increase in weekly hours spent in paid employment is associated with a decrease in work-family fit but is not significantly related to work-family balance. As stated previously, people often cite time constraints as a source of stress, but time alone does not explain the variance in a number of work-family outcomes (Burge et al., 1991; Carlson et al., 1995; Greenhaus et al., 1987; Pittman, 1994) . When the idea of fit is taken into consideration, this makes sense. Extra time on the job may make it more difficult to manage the concurrent demands of work and family life but not influence the overall assessment of work-family balance. It may be that additional time at work is hard, but it is considered worth it. For example, long work hours may be associated with increased performance, job promotions, and higher income. The employee may make the assessment that although increased involvement at work is difficult, the benefits thus derived compensate for this difficulty. Without differentiating balance and fit in the work-family interface, this distinction would be lost.
Age. This study found that the older the respondent was, the better work-family fit he or she reported. This supports the commonly accepted belief that increased wisdom and resilience associated with an increase in age helps an individual to better manage the demands of work and family life (see Grzywacz et al., 2002; Tausig & Fenwick, 2001) . Although it has been argued that each stage of life has unique challenges that may contribute to poor fit, suggesting that age should matter very little (see Grzywacz et al., 2002) , the life experience associated with living through and meeting the demands of these challenges seems to contribute to enhanced capacity in the future. As such, age adds unique proximal, structural dimensions to the respondent's fit.
Family income. The amount of money generated by a family also seems to influence work-family fit. However, it is a slight decrease-and not an increase-in family income that is associated with better work-family fit. It should be noted that in 134 FAMILY AND CONSUMER SCIENCES RESEARCH JOURNAL this population, with an annual mean salary of $100,000, a slight decrease likely means the subtraction of $10,000 or less, arguably assuring families a sufficient standard of living. With this in mind, the significance of family income could mean that excessive amounts of money contribute to a complexity in life that makes fit more difficult to obtain, although "enough" is sufficient. It may be that composing a life of more modest means may contribute to fit.
Household division of labor. Aperception that household responsibilities (e.g., child care, household chores, yard work, auto maintenance) were distributed equitably among the husband and wife was associated with greater fit but not greater balance. There is a lot of work, some of it not very fun, to be done to create a functional home where family life can flourish. When one unwillingly shoulders an unfair proportion of this work, it tends to make it more difficult to manage work and family demands and thus decreases fit. However, when work of the home is completed, even though it might have been difficult and unfair, it still leads to a more functioning home and greater success in work and family balance.
Predictors of Work-Family Balance
If fit is largely structural, then perhaps balance is determined, as Barnett (1998) suggested, by how an individual perceives, acts, reacts, and/or copes with that fit. This would mean that psychological aspects of work and family life determine balance. Balance is enhanced when individuals engage in doing those things that are salient, prominent, noticeable, or important. Balance is enhanced when individuals choose to act on the things they value.
Family activities frequency. It is often thought that personal resources, such as time and energy, are limited. Hence, greater participation in multiple, demanding life domains, such as work and family, often leads to role overload and dysfunction (Marks, 1977) . However, in this study, increased involvement in time-consuming family activities (such as family mealtime, family recreational activities, and family worship activities) was the only variable uniquely associated with enhanced workfamily balance. Why would this be? Marks (1977) and others (e.g., Sieber, 1974) have suggested that an expansion model may also operate in people's lives as they not just balance, but also integrate, accumulated roles. Different roles, even when they are demanding ones, can support or energize each other (Thoits, 1992) , providing positive spillover (Crouter, 1984) .
This may be the case for family activities such as eating together, engaging in recreational activities, praying, and attending church as a family, which may facilitate the integrating of work and family roles (e.g., Denham, 2002; Viere, 2001) . In addition to simply doing these activities, the trust, compassion, and love encouraged among family members by such activities may contribute to the amount of support an individual feels from family members. This may ease the burden of some aspects of work-family life and thus contribute to an overall sense of psychological wellbeing, which is translated into greater work-family balance. Some of the items included in this variable measure the degree of religious activity in family life. Studies show that frequency of church attendance, more than any other religious behavior, is the significant predictor of religion having a positive influence in people's lives. This further supports the idea that the psychological components of this variable may contribute to balance (see Shehan, Bock, & Lee, 1990; Williams, Larson, Buckler, & Heckmann, 1991) .
It may not be simply due to compliance that an increased amount of family activities is associated with positive outcomes. As mentioned earlier, the emotional benefits associated with increased involvement in family and other social systems may enhance individual resiliency and thus positively mediate work-family fit.
Predictors of Both Fit and Balance
This study has found that an increase in job satisfaction and marital satisfaction are associated with an increase in both work-family fit and work-family balance. These factors have both structural and psychological components, each possibly accounting for their impact on fit and balance, respectively.
Job satisfaction may represent an overall feeling of contentment with the structural demands and organization of work. Organizational policies, availability and use of such programs as flextime and flexplace and supervisors' expectations could all contribute to the demands of work placed on the individual. Because job satisfaction reflects comfort with these, they may be the influential factors in how work impacts fit.
However, in addition to structural components, this variable has prominent psychological aspects as well. Job satisfaction is definitely a subjective construct. As symbolic interaction theory states, an individual's interpretation of and meaning ascribed to life circumstances and events are what create real consequences for the individual, whether good or bad (see Marks, 1977; Simon, 1997) . Structural challenges may be perceived as opportunities for growth by one who values the worker role and its associated trials, or they may be perceived as stumbling blocks for one who does not value the worker role (e.g., Perry-Jenkins et al., 1992; Thorbjörnsson, 2000) . Failure to take into consideration the perceptions associated with specific structural demands of work, such as job involvement, may be the reason that conflicting findings abound in pertinent studies (e.g., Adams et al., 1996; Greenhaus et al., 1987) . When perceptions are taken into consideration, more light is shed on the structural component studied (e.g., Carlson et al., 1995) . This suggests that the perceptions involved in such a measure as satisfaction go beyond the figures to explain how people feel about and react to these demands, thus accounting for variance in how successful people feel in their work and family roles.
Similarly, marital satisfaction taps both the expectations and perceptions associated with family life. The structural demands of marriage coupled with the psychological aspects of a relationship account for this variable's predictive nature of both balance and fit. In a population ascribing to religious beliefs that very specifically define how successful families operate, individuals' perceptions of how their families "measure up" to these guidelines ought to play an important role in how successful they feel in family life. This study supports this idea. The possibilities and ramifications of this discussion about work-family fit, balance, and religious influences are many and definitely warrant future study.
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We found no evidence of full mediation by any of the significant independent variables on the relationship between fit and balance. However, marital satisfaction was an example of a variable that partially mediated that relationship. This means that higher levels of marital satisfaction reduced the relationship between fit and balance.
Our finding that specific proximal and distal conditions moderate the relationship between fit and balance provides support for Barnett's (1998) model and offers a unique perspective to those struggling with low work-family fit. The three significant interactions were job satisfaction by work-family fit, marital satisfaction by work-family fit, and family activities frequency by work-family fit. For those with high job satisfaction, marital satisfaction, and/or family activities frequency, the relationship between fit and balance is less than for those with lower satisfaction and activity levels. This means that poor work-family fit (i.e., difficulty in managing the demands of work and family life) can be overcome by increases in these moderating variables, yielding more positive work-family balance. These findings suggest a counterintuitive strategy to deal with the negative link between difficulty in managing work and family demands and balance: to increase the frequency of family activities of the sort included in our study (e.g., eating dinner together, engaging in family recreational activities, praying together, attending church together). Barnett's model shows such an effect with the broken lines pointing to the relationship between fit and balance (or other outcomes), although merely hypothetical at publication. The factors we found to be significant are rooted with the individual, and so even though job satisfaction is related to a distal condition, it can be argued that these are all proximal conditions. Thus, future research might tap into how organizations can facilitate these moderating effects of low fit to improve their employees' work-family balance and/or other outcomes. Meanwhile, those who work with individuals and families reporting low fit can help them feel more balanced by seeking to improve their job satisfaction and marital satisfaction and increase their family activity level.
Limitations
This study is limited by several factors. First, self-report measures in survey research are known to be error-prone, leading to conflicting or otherwise erroneous results (see Grzywacz et al., 2002) . Second, although the sample was initially drawn as a random, gender-stratified sample of the MSM population, it is likely that some groups excluded themselves from the study by not responding. Specifically, many who do not experience success in balancing work and family may have simply been too busy and/or stressed to respond to a mailed questionnaire. And although recently the notion that high response rates are critical for representativeness has been challenged by a number of researchers (for a listing, see Zimmerman & Clarke, 2003, p. 295) , the lack of true randomness limits the study's generalizability to the MSM population (and laws of statistics do not permit the findings to be generalized beyond the studied population). A third limitation of the study is that certain temporal order assumptions may skew the discussion of results, such as that workfamily fit and work-family balance may not occur as results of the studied independent variables. It is feasible that structural and psychological components of work and family life occur because of a specific feeling of fit and/or balance and not the researcher-assumed opposite. Finally, because it is impossible to establish reliability of single-item measures, it may be that the low correlation between balance and fit is a result of measurement error introduced by the single-item measure used to assess balance. Results should be viewed in light of these limitations.
CONCLUSIONS AND IMPLICATIONS
Work-family fit is still a relatively new concept in the work-family literature, and its specific dynamics have not been fully explored. This study helps distinguish work-family fit from work-family balance and identifies potential predictors for both as well as those factors that partially mediate and moderate the relationship between fit and balance. The results also add insight to the comprehensive model introduced by Barnett (1998) .
There is likely no distinct conceptual line between balance and fit. They operate in the work-family interface in a "duet of opposition and resonance" (Wheatley, 1993, p. 22) . And, when there is opposition, there is conflict amid the balance. When we try to control balance or fit, we seek to establish order that may or may not have predictability, for even very small changes in the work or family realm can impact both fit and balance in significant ways. However, as researchers step back to observe balance and fit over time by noticing their patterns and trends, they will begin to observe and understand their order (Wheatley, 1993) .
Future research can explore the idea that structural components of work and family life contribute to work-family fit, whereas psychological aspects contribute to work-family balance (see Weigel et al., 1995) . These components have their roots in the theoretical foundations of psychology and economics (Christensen, 1997) . Defining these theoretical underpinnings of specific constructs of work and family in future research could refine current models and create more accurate future models of the work-family interface. Also, future research can identify factors other than those reported here that moderate the relationship between fit and balance. These will prove helpful for those seeking effective strategies to navigate the work-family interface toward desirable outcomes. NOTE 1. As may be noted, 73% reporting balance is lower than the 86% reported in Bianchi's (2000) study using nationally representative data. This is not surprising given that those surveyed are highly educated and so generally hold higher-status work positions. Though they may experience lower amounts of depressive and physical symptoms, they may not experience less dissatisfaction than other workers (Ross & Van Willigen, 1997) and may even report higher amounts of negative spillover (Grzywacz, Almeida, & McDonald, 2002) . These and other factors may contribute to the sample's decreased sense of overall balance.
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